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Abstract
Restorative practices implementation fails for four reasons. First, districts omit or inadequately
engage in a readiness to change assessment to initiate the process for RP implementation.
Districts fail to identify if it is worth investing, they fail to analyze their school data in
conjunction with identifying areas of school improvement to truly determine how RP can
positively impact their school community. This is significant because it directly impacts districts
ability to secure and sustain administrative support and teacher buy-in. Secondly, districts
erroneously introduce RP as a classroom management system rather than a relational quality
initiative (Vaandering, 2014; Short, Case and Mckenzie, 2018); this positions change agents to
focus on changing students first rather addressing their own mindsets, practices; and when
necessary, focusing on the quality of their interaction with students as the primary lever for
changing behavior not just punishment. Thirdly, districts fail to prepare change agents for the
types of experiences they may encounter while implementing RP (Mayworm et al, 2016). A one
size fits all approach does not lead to long-term knowledge and skill retention or meaningful
outcomes. Lastly, RP implementation fails because districts do not provide change agents with a
multi-tiered approach to developing and sustaining capacity as restorative practitioners
(Mayworm et al, 2016). The purpose of the project is to explicitly state the problems schools face
with RP implementation and to provide a researched based solution. This project addresses the
need to utilize an RP oriented readiness to change assessment, the need to address change agent
mindset, developing self awareness for the sake of self management, addressing the tension
between maintaining an intention to keep relational connectivity and consistent accountability,
cultivating a culture of accountability, summarizing RP implementation of three peer-reviews
articles, sharing their results and providing a solution to failing RP implementation approaches.
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Chapter One: Introduction
Problem Statement
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Introduction
Restorative practices implementation fails for four reasons. First, districts omit or
inadequately engage in a readiness to change assessment to initiate the process for RP
implementation. Districts fail to identify if it is worth investing, they fail to analyze their school
data in conjunction with identifying areas of school improvement to truly determine how RP can
positively impact their school community. This is significant because it directly impacts districts
ability to secure and sustain administrative support and teacher buy-in. Secondly, districts
erroneously introduce RP as a classroom management system rather than a relational quality
initiative (Vaandering, 2014; Short, Case and Mckenzie, 2018); this positions change agents to
focus on changing students first rather addressing their own mindsets, practices; and when
necessary, focusing on the quality of their interaction with students as the primary lever for
changing behavior not just punishment. Thirdly, districts fail to prepare change agents for the
types of experiences they may encounter while implementing RP (Mayworm et al, 2016). A one
size fits all approach does not lead to long-term knowledge and skill retention or meaningful
outcomes. Lastly, RP implementation fails because districts do not provide change agents with a
multi-tiered approach to developing and sustaining capacity as restorative practitioners
(Mayworm et al, 2016).
Importance and Rationale of Project
As a country we are collecting data that suggests bullying and violence in schools is
increasing (National Center for Education Statistics, 2020). In response to the prevalence and the
impact of bullying (Short, Case, and Mckenzie, 2018, Vincent et al, 2021; Mayworm et al, 2016)
in its various forms the federal government is urging districts to adopt RP to address the issue.
What does this federal nudge suggest about the potential of RP? Today, although the numbers are
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shrinking (National Center for Education Statistics, 2019), there are disproportionate suspensions
rates among minority students, specifically black boys and white children. Some argue that
students of color possess a cultural gap or that poverty is the root cause of their poor behavior in
schools (Ladson-Billings, 2017) while ignoring the history of designed inequity in American
Public Schools that children of color face. Little and Tolbert (2018) argue that black boys
specifically are made to feel “othered” in the classroom, learning in environments that are
cognitively and relationally unideal. RP, is primarily concerned with training all community
members in relational behaviors that help them consider the effects of their actions on others and
intentionally act in ways to protect the quality of the interpersonal connection between people
(Short, Case, Mckenzie, 2018). School systems across the globe are actively implementing RP
with varied results. Although some schools are reporting positive impact data (Vincent et al,
2021), some of those very same schools and others are reporting implementation challenges that
do not simply interfere with implementation but in some instances destroy morale and derail the
effort all together and this leaves our nation’s most vulnerable children's education- their lives- in
jeopardy. Effective Restorative practices implementation has the potential to radically shift
school culture, drastically reducing school suspensions, incidents of bullying and violence, and
lead to the highest quality of life outcomes for our students. Therein lies the significance and
purpose of this project. There is limited empirical data surrounding the most effective means of
RP implementation. In addition there is limited data that substantiates effective implementation
strategies that lead to high quality outcomes (Mayworm et al, 2016). The purpose of this project
is to support the need for identifying evidence based implementation strategies that lead to
sustained restorative school communities.
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Background of the Project
Teacher development programs fail to adequately prepare practitioners to be effective
mediators (Costa and Garmston, 1996). This means that educators are not ready to manage some
of the challenging relational dynamics they face in the classroom. Moreover, American schools
adopted zero tolerance policies in an effort to reduce the potential for community violence
overflowing into schools, bullying that could result in mass school shootings and poor classroom
management that has led to poor student achievement outcomes. Yet the true solution to those
problems is enhancing the quality of interpersonal relationships, intentionally building educators
capacity to manage relationships and to deliberately teach young people how to engage with one
another. Although the history of RP implementation dates back as far as the early 1990s (Zehr,
2015) evidence-based RP strategic skill development has yet to be supported by data.

Statement of Purpose
The purpose of the project is to explicitly state the problems schools face with RP
implementation and to provide a researched based solution.
Definitions of Terms

Restorative Practices (RP): Strategies stakeholders employ to establish, cultivate and sustain
relationships
Window of Tolerance: Is a framework that best describes a person's highest level of arousal or a
personal optimal level for caring daily life tasks (Seigel, 2010).
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Social Discipline Window: The Social Discipline Window is a framework restorative
practitioners us to foster high levels of nurturing and support with high levels of expectation and
accountability. The idea is to support students and
engage them in finding ways to curb their own negative behavior.
Chaos Response: A defensive mechanism, typically a negative reaction and overreaction for the
sake of self preservation.
Attachment Figures (AF): an individual who has develop a secure relational bond with a child
Holonomy: A word that describes what it means to be a member of both a group while
maintaining individual characteristics and still being a member of society at large.
Pursuing Equity and Restorative Communities (PERC): The title of the restorative initiative
launched by Pittsburgh Public Schools
School Wide Positive Restorative Discipline (SWPRD): a positive behavioral incentive system
that is philosophically anchored, developed, implemented via Restorative Practices
International Institute of Restorative Practices (IIRP): an institution that supports stakeholders in
developing as restorative practitioners

Scope of Project
This article addresses the need to utilize an RP oriented readiness to change assessment,
the need to address change agent mindset, developing self awareness for the sake of self
management, addressing the tension between maintaining an intention to keep relational
connectivity and consistent accountability, cultivating a culture of accountability, summarizing
RP implementation of three peer-reviews articles, sharing their results and providing a solution
to failing RP implementation approaches.
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Chapter Two: Literature Review
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Introduction
In an effort to reduce suspension rates and address student misbehavior in a
transformative manner, schools and districts have adopted restorative practices (RP) (Lustick,
2021). RP, at its core, is about engaging in behaviors that demonstrate a protective concern for
maintaining secure relationships. It is both a proactive approach to establishing and cultivating
relational connectivity within a community and a responsive approach to repairing those
connections when they are in jeopardy or have been fully broken (Kline, 2016). Research
supports the effectiveness of RP when implemented correctly (Bevington, 2015).
Proper implementation involves assessing school readiness, developing a comprehensive
school-wide implementation plan aligned to a multi-tiered system of support and focusing on the
relational dynamics between stakeholders and not simply the misbehavior of students. (Contreras
et al, 2021; Vaandering, 2014; Vincent et al, 2021 ). The results of effective implementation are
encouraging. Teachers and students grow in their ability to regulate their emotions.
Some teachers have reported that students and adults alike have a greater capacity for
managing their emotions and maintaining inner peace as a result of implementing RP (Kelly &
Thorsborne, 2014). Kehoe, Bourke-Taylor, and Broderick (2018) find that teachers notice
students are more conscious of their actions and readily assume responsibility for their behavior
as a result of RP. However, some schools have experienced the opposite while implementing RP.
This is all due to a lack of readiness and ineffective implementation (Garnett et al, 2020). This
includes, but is not limited to, introducing RP to stakeholders in a manner that is intangible and
incomprehensible, encouraging educators to buy-in to RP because it will improve classroom
management rather than fostering motivation to support RP by providing the research behind the
impact of strong and healthy relationships and improved academic and life outcomes (Bergin and
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Bergin, 2009). Another area where implementation gaps occur is inadequately outlining the roles
and expectations of all stakeholders (Vincent et al 2021), stakeholders do not have a basis for the
disposition and perspective they ought to assume. This leads to insufficient support for
stakeholders specifically not preparing educators for the emotional challenge they will face while
implementing the practices real time (Augustine et al, 2018). The purpose of this paper is to
provide a researched based implementation guide for restorative practices.

Assessing Readiness
Before a school implements a school wide initiative, it is not uncommon to engage in a
readiness to change assessment. Readiness assessments provide insight into the preparedness capacity to implement and culture or disposition towards the initiative- of a school or
organization to take on a change initiative, carry it out and meet the potential and proposed
outcomes of the particular initiative under consideration. Stamatakis and colleagues (2012)
developed a survey to assess an organization's readiness to implement Evidence Based
Interventions (EBI) in the clinical setting. The survey assesses organizational preparedness to
take on change by evaluating four key areas:
●

awareness, which is to what extent has the organization identified the prevalence
of a particular problem, its solutions and to what degree are practitioners aware of
the EBI;

●

adoption, which is mainly geared towards ascertaining the organizations rationale
for decision making based on evidence surrounding the EBI in relation to the
identified problem, identifying and securing backing from the organizations
executives and assessing access to potential support;
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● implementation, which focuses on capacity to manage the execution of the plan,
what professional development might be required; and finally
● maintenance, which refers to identifying the systems, policies and procedures that
exist prior to implementation that will sustain the execution of the plan
(Stamatakis et al, 2012 p 3).
Helfrich and colleagues developed the Organizational Readiness to Change Assessment
(ORCA) that is slightly different from Stamatakis and her colleagues. Essentially, ORCA
evaluates three areas to determine readiness for change: (1) how compelling the researched
based evidence is for adopting the change and the particular manner in which the research is
recognized as valid and effective; (2) the degree to which the environment of the organization
can take on the change; and (3) the capacity for the organization to manage the change by
specifically shifting mindsets (if necessary) developing capacity and meetings needs of
practitioners throughout the implementation of the plan (Helfrich et al 2009, p 2).
Although both assessments are not specific to implementing initiatives in education, or
even more specifically, the school wide implementation of restorative practices, they recognize
the importance of evaluating an entity's ability to take on and sustain a change initiative by
identifying the extent to which a particular problem is present, exploring research based
solutions, evaluating the capacity of those who will implement the change and the organization's
ability to sustain the initiative. Minnesota Public Schools does however offer a form of readiness
to change guidance that basically mirrors the direction from the organizational readiness tools
with a few additions. Along with assessing the need for adopting RP, capacity of stakeholders
and the ability to support on-going implementation, their implementation guide suggests
focusing on using an equity lens to drive the readiness evaluation process and engaging in a
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visioning process (Minnesota Department of Education, 2022). It is imperative that schools
engage in a readiness assessment to ensure their successful implementation of restorative
practices, this means seeking input to ensure that RP philosophically aligns with the identified
needs, convictions, ethics, and morals of those who will be directly involved.
It also means identifying how RP aligns with and will be sustained by already existing
systems (Vincent et al, 2021). The process for implementation ought to be both calculated and
measured. It is critical that implementation managers consider how they gather, analyze and
communicate the beliefs, values in relation to RP and the climate and academic needs of the
school community and how RP will meet those needs.

Make a Palpable Connection to the Rationale for Adopting RP: Know Your Why?
Restorative Practices is about keeping relationships. This keeping should not be
interpreted as one maintaining their grasp on an object but as engaging in proactive and
responsive behaviors that safeguard or protect the relational connection between people because
the quality of our relationships is directly related to the quality of development of a person.
Osher and colleagues (2020) use a relational development model to articulate the role of the
quality of relationships as drivers of human development. They assert that development is
ongoing and directly shaped by positive or negative interactions or more specifically how
children make sense of those interactions and experiences (Osher et al 2020).
Both Osher and Colleagues (2020), Bergin and Bergin (2009) and Cranton (2006) support
the idea that students ability to foster secure attachment is predicated on their teachers' ability to
demonstrate proactive and responsive behaviors that are characterized by sensitivity, attunement,
cognitive stimulation, openness to direct communication, and consistency. Bergin and Bergin
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(2009) go on to make the connection between secure attachment and student outcomes. First,
they make the point that strengthening the teacher -student relationship is the highest lever to
increase student achievement. Their second assertion is that student self-reliance and
independence are a direct consequence of the student feeling secure, meaning relational security
is the basis for the confidence needed to follow one’s curiosity and to engage socially.
Next, Bergin and Bergin (2009) make a connection between secure attachment, social
competence, emotional regulation and student achievement. Contreras and colleagues (2020)
further substantiate the Restorative Justice in Education interconnecting component of nurturing
relationships proactively (Evans and Vaandering, 2016), but suggesting schools ought to actively
focus on enhancing the quality of the teachers and students relationships by constantly evaluating
the quality of interpersonal relationships between students and teachers and students and students
as a leading indicator for academic and social outcomes for students (Teske, 2011).
Cultivating and sustaining strong and positive relationships in school is essential to
student success. When schools begin to grapple with the root causes of student outcomes they
will begin to see that the quality of their relationships is the source, regardless of the dynamic,
parent to child, student to student or teacher to student. Then school leaders will naturally look to
improve the quality of their relationship and RP is the way. Why should schools adopt RP? They
should adopt RP because implementing restorative practices has the potential to foster secure
relationships, which is the strongest indicator for the healthiest life outcomes for students (Bergin
and Bergin, 2009; Gowing, 2019).
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Preparing Stakeholders For the Road
Adopting a Restorative Mindset
The Minnesota Department of Education (2022) suggests that schools ought to hold space
for addressing the mindset (being prepared to coach a shift in mindset if necessary) of the various
stakeholders who will be taking on the implementation of restorative practices. The restorative
practices philosophy teaches that all people are relational and therefore connected; develop and
maintain connection with one and strengthen connections for all; harm done to one, is harm done
to all (Kline 2016; Zehr, 2015). Drawing from this belief, restorative practices are strategies that
practitioners employ to establish, cultivate and sustain secure relationships, not to improve
classroom management as it is inappropriately introduced (Vaandering, 2014).
Restorative practices philosophy teaches that people are responsible for keeping one
another both proactively and responsively (Kline, 2016; Evans and Vaandering, 2016). This
means nurturing healthy relationships and when necessary put things right when wrong has taken
place (Zehr,2015). This means those who employ the practices must become concerned about the
quality of interpersonal interactions, and putting things right when necessary. Physical presence
alone does not foster relational security, interpreting signals and cues are the first steps and then
making an effort to respond to the signals is second. Also, in the context of repairing
relationships, harsh and rigid punishments alone do not lead to transformation (Kline, 2016).
Transformation begins with a protective concern for meeting needs and acting in specific
roles, processing intention and motive for behavior, reflecting on the impact the harm has had on
those who were harmed and being willing to remain on the hook for it. It is imperative that
educators accept the responsibility to cultivate the restorative mindset anchored by scientifically
researched based and substantiated hope that holding steadfast to the practices will result in life
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outcomes that are most positive and of the highest quality (Bergin and Bergin, 2009; Contreras,
et al 2021; Gowing, 2019 ).

Developing Self-Awareness for the Sake of Self Management
Cranton (2006) suggested that educators must have a strong sense of self- awareness of
who they are relationally. This means educators ought to be able to articulate how their identity
was formed as a result of their interpersonal interactions with their attachment figures (Bergin
and Bergin, 2009). Also, educators ought to be able to draw a connection from their identity
interpretation to their abilities as a result of the quality of the relationships in order to assist them
in establishing authentic and secure relationships with students. In addition to urging teachers to
develop self awareness for the sake of self management, her research encourages educators to
develop awareness of various learning styles, their similarities and differences; develop
relationships that inspire students to grow in their vulnerability; develop an understanding and
awareness of the various factors that influence who we are and why we do as we do; and lastly,
continuously engage in reflection of our values and how they impact our presence in the
classroom (Cranton, 2006).

Addressing the tension between Maintaining the intention to Keep Relational Connectivity and
Consistent Accountability
In addition to assessing readiness, it is essential that stakeholders are supported with high
quality professional development that addresses the spectrum of experiences that may be
encountered along with the appropriate strategies to manage those critical moments to the extent
possible. School leaders have to explicitly state and develop capacity to or hire external support
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who is capable of training stakeholders managing various negative emotions in challenging
moments while maintaining a restorative mindset and disposition. Augustine and colleagues
(2018) have found that teachers feel that students show contempt and disdain for RP real time,
demoralizing morale and causing a deep sense of frustrations. Experiences such as these are a
part of the process, not an indicator of failure or improper implementation and they are not an
indicator of the students inherent brokenness. Educators must learn to re-evaluate such
experiences through the Window of Tolerance, the Social Discipline Window or even assess
behaviors as chaos response. Bennett (2017) tells us that people who live in traumatic relational
environments may act in ways that are counter productive when uncomfortable or distressed. It is
essential to morale and emotional fortitude that educators develop a positive, explanatory and
solution based perspective for behavior. Bennett (2017) also urges those who work in the service
fields to set clear expectations and boundaries when focusing on shifting character and behavior.
This implies acknowledging that being called to account for behavior may feel vulnerable and
uncomfortable yet this is not an opportunity to engage in behaviors or say things that are harmful
to the community. This is essential to effective real time implementation. Ultimately, leaders
must be able to call stakeholders to return to the scientifically researched based and substantiated
hope that holding steadfast to the practices will result in life outcomes that are most positive and
of the highest quality (Bergin and Bergin, 2009; Contreras, et al 2021; Gowing, 2019 ).

Cultivating a Culture of Accountability
How do schools create cultures of accountability when accountability is countercultural?
How do schools inspire community members to courageously speak up in a kind manner despite
the inclination to remain silent for fear of conflict? How do schools inspire community members

21

to view opting to be silent when an expectation has been violated as being an active participant
in perpetuating the problem and speaking up as a form of care, respect and belief in one’s
potential to be the best version of themselves? What are the cultural barriers to creating a culture
of accountability? How do schools convince change agents that accountability will make the
difference in shifting culture, achieving positive outcomes, and lead to greater fulfillment? The
answers to these questions begin with ensuring that leadership is partnering with staff throughout
the entire process of implementing RP (Minnesota Department of Education, 2022). Cohen
(2015) suggests that leaders ought to arm themselves with the attitude that change is challenging,
accept resistance as a part of the process, and create space for those who do resist change to
openly express their concerns without penalty yet in a manner that helps them move into
commitment. In addition, Cohen (2015) suggests focusing on unpacking the idea, expectations
and practice of what sustained commitment looks like as it pertains to remaining steadfast in the
restorative disposition. Costa and Garmston (1996) argue that it is essential to shift mindsets in
three distinct directions: (1) abandoning the process-product paradigm often assumed in
education. Implementing new ideas often leads to researched based outcomes, but sometimes it
does not. When it does not, this does not mean students or even staff are broken or incompetent;
(2) a deep sense of trust must be cultivated from the thought that all human beings are on a life
long learning journey, therefore no one needs to be fixed; and (3) educators ought to be trained in
what it means to be a mediator - someone who is not solely focused on improving an outcome or
fixing a child’s way of thinking but facilitating growth as a self-directed learner. All stakeholders
have to learn to manage the tension between acting autonomously and working interdependently
(Costa and Garmston, 1996). The spirit of this is known as holonomy, which is maintaining the
perspective that all stakeholders are both autonomous members of their specific culture and
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members of the larger school community (Costa and Garmston, 1996). The congruence between
holonomy and accountability is found in the growth of a self directed learner. Engaging in
accountability is not for the sake of controlling behavior or enforcing discipline but for the sake
of self-actualization, which is in direct alignment with Costa and Garston’s holonomy concept.
This is the crux of the matter. All stakeholders have to buy into the idea that engaging in
values-based accountability is a win-win solution to not just managing but relieving the tension
between establishing and sustaining a larger school culture while simultaneously sustaining
individual cultural values.

A Summary of Various RP Implementation Approaches
Mayworm, Sharkey, Hunnicut and Schiedel (2016) outline an implementation process
that is multi-tiered. There process is as follows:
● Determine and justify the need for RP
● Engage in readiness to change / needs assessments
○ Perception data on sense of belonging and relational connectivity
○ # of disciplinary referrals
○ Suspension, expulsion, truancy, school completion and absenteeism rates
○ Achievement data
○ Student success referrals
○ # of students receiving mental health services
○ School climate scores
● Develop a collaborative implementation plan for engaging in capacity building
● Engage in a three (3) tiers approach to teacher PD
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○ Baseline Introduction to RP
■ Leadership and staff
○ Application of Restorative Practices
● Progress monitoring needs assessment
○ Goal: Identity teachers who would benefit from individual or group
consultation
■ Collected data may include teachers who
● Refer many students to office
● Refer ethnically diverse student disproportionately
● Self identify as needing support
● Identified through observation
● Teacher feedback
● Fidelity checks
● Engage in individual and group consultation
● Evaluate implementation based on initial readiness to change data.
● Identify next steps
Mayworm, Sharkey, Hunnicut and Schiedel (2016) provide a comprehensive
implementation process for schools and districts to follow. They offer their implementation plan
without providing data or results of their plan's effectiveness.
Another group of researchers, Vincent and colleagues (2021) also suggested an
implementation plan that schools and districts ought to utilize that is multi-tiered. Their
approach, the School Wide Positive Restorative Discipline (SWPRD) training format includes
five (5) developmental units for educators to engage in. The goal of their approach is to overlay
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RP on a districts current Multi-Tiered System of Support (MTSS). Similar to Mayworm,
Sharkey, Hunnicut and Schiedel, Vincent in colleagues include whole staff training, additional
support training, and targeted coaching. Their primary goal was to ascertain adults responsive
towards the training. Based on their results, staff perception of SWPRD increased and remained
constant throughout implementation. Responding to student misbehavior in a restorative manner
increased and remained steady. Staff’s awareness of the advantages of integrating RP with MTSS
increased (Vincent et al, 2021). Finally, their research finds that implementation of RP hinges
upon four (4) factors:
1. Administrative Support and teacher buy in
2. Multi-year commitment to implementation
3. Addressing mindsets and shifting values
4. Needs based implementation
Their work further substantiates the need for schools to engage in readiness to change
assessments, to engage in the type of RP implementation that is differentiated rather than one
size fits all, and one that intentionally addresses the hearts and minds of the changes agents who
will be responsible for implementation.
Pittsburgh Public Schools (PPS) participated in a two year RP implementation effort
named Pursuing Equitable and Restorative Communities (PERC). PPS secured the services of a
third party entity, the International Institute of Restorative Practices (IIRP), to implement their
SaferSanerSchoolsTM Whole-School Change program (Augustine et al, 2018). This initiative
included a four day professional development training model where two days of training were
mandatory and two days were voluntary. RP materials such as books, videos, posters and more
were provided to 22 schools involved in PERC. Each school was assigned an IIRP coach and
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established a RP school based leadership team. After the initial four day training, monthly
support PDs were provided to all staff. Augustine and colleagues (2018) evaluated the
effectiveness of IIRP’s implementation and found staff grew in their knowledge of and ability to
practice the essential elements of RP (i.e. affective statements, affective questions and restorative
circles). Overall school climate improved and teachers noted improved relationships with
students based on their willingness to discuss their challenges and resolve with adult assistance
(Augustine et al, 2018). This study further provides evidence to support that RP implementation
ought to be multi-tiered, ongoing, and site based in order to achieve positive outcomes.

Conclusion
In conclusion, restorative practices implementation fails for four reasons. First, districts
omit or inadequately engage in a readiness to change assessment for the implementation of RP.
Districts either fall to secure and sustain administrative support or teacher buy-in or both.
Secondly, districts erroneously introduce RP as a classroom management system rather than a
relational quality initiative (Vaandering, 2014; Short, Case and Mckenzie, 2018); this positions
changes agents to focus on changing students first rather addressing their own mindsets, practice
and focusing on the quality of their interaction with students as a means to changing behavior.
Thirdly, districts fail to prepare change agents for the types of experiences they may encounter
while implementing RP (Mayworm et al, 2016). Educators may lose morale or even decide to
give up on RP if they are not adequately prepared for managing challenging relational dynamics.
Lastly, RP implementation fails because districts do not provide change agents with a
multi-tiered approach to developing and sustaining capacity as restorative practitioners.
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Chapter Three: Project Description
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Introduction
Restorative practices implementation fails for four reasons. First, districts omit or
inadequately engage in a readiness to change assessment to initiate the process for RP
implementation. Districts fail to identify if it is worth investing, they fail to analyze their school
data in conjunction with identifying areas of school improvement to truly determine how RP can
positively impact their school community. This is significant because it directly impacts districts
ability to secure and sustain administrative support and teacher buy-in. Secondly, districts
erroneously introduce RP as a classroom management system rather than a relational quality
initiative (Vaandering, 2014; Short, Case and Mckenzie, 2018); this positions change agents to
focus on changing students first rather addressing their own mindsets, practices; and when
necessary, focusing on the quality of their interaction with students as the primary lever for
changing behavior not just punishment. Thirdly, districts fail to prepare change agents for the
types of experiences they may encounter while implementing RP (Mayworm et al, 2016). A one
size fits all approach does not lead to long-term knowledge and skill retention or meaningful
outcomes. Lastly, RP implementation fails because districts do not provide change agents with a
multi-tiered approach to developing and sustaining capacity as restorative practitioners
(Mayworm et al, 2016).
The purpose of the project is to explicitly state the problems schools face with RP
implementation and to provide a researched based solution. This literature review addresses the
need to utilize an RP oriented readiness to change assessment, the need to address change agent
mindset, developing self awareness for the sake of self management. In addition it covers
addressing the tension between maintaining an intention to keep relational connectivity and
consistent accountability in the classroom, cultivating a culture of accountability. Lastly, the
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review offers a summary of three peer-reviewed articles focused on RP implementation, their
results and finally the project accompanying the article is a solution for failing RP
implementation approaches.

Project Components
RP Readiness to Change Assessment
The first step in the project is for schools and districts to engage in a restorative practices
oriented change readiness assessment. In appendix A, RP Readiness to Change Assessment,
change agents will encounter an assessment that encompassess four domains:
1. Awareness of Need for RP: School Improvement Data
2. Rationale for Adopting RP: What does the research say?
3. RP Implementation
4. Sustainability: Sustaining a Restorative School Culture
Schools ought to take the assessment in order to identify their need for RP and how well RP
aligns to their beliefs and values as an entity. This is the foundation for successful
implementation and should not be taken lightly. If done well, completing this step will provide
change managers with the language and insight to potentially secure unwavering support from
upper management and a source of endless motivation for change agents.

Relational Connectivity Assessment: Staff and Students
Two essential elements of the RP Readiness to Change Assessment are the Relational
Connectivity Assessments for both staff and students found in appendix B. The data collected
from this tool ought to be coveted. This data will expose the relational need for RP by providing
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schools with perception data that highlights the quality of the interpersonal relationships within
the school community. The assessment consists of four domains that measure the quality of
connectivity:
1. Belonging
2. Interpersonal Interaction
3. Trust
4. Disposition
The data collected from this tool ought to be shared in small groups for discussion and reflection.
This may serve as additional motivation for early adopters and potentially additional leverage
supported by data for change agents who may be reluctant to adopt RP. Once again this tool will
provide schools with the language and data to substantiate or refute their need for RP.

Implementation Checklist
After successfully identifying a need for improvising the quality of relationships and
identifying RP as the preeminent solution to meeting the need, schools and districts will then
begin to develop their implementation plan using the Implementation Checklist found in
appendix C. This checklist ought to be used to guide the process of implementation. There are
four stages to the implementation checklist, they are as follows:
1. Exploration
2. Installation
3. Initial Implementation
4. Full Implementation
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Excluding the full implementation stage, the previous three stages contain both short and long
term goals. District and school level leadership teams ought to complete each section in its
entirety, review results, and prioritize action items for completion. RP is a multi-year
implementation process. District and school-level leadership
teams will plan for stages of implementation, while also meeting the immediate needs of schools
by referring to both short-term and long-term goals.

MTSS Alignment to RP
As districts and schools implement RP it is vital that they begin to vet and evaluate their
practices, policies and procedures for philosophical alignment to RP (Minnesota Department of
Education, 2022). One system in particular is the multi-tiered system of support or MTSS. In
appendix D, schools will find two graphics from Vincent and colleagues (2021) that align RP to
MTSS. This provides a framework for operationalizing RP real time.

Multi-Tiered RP Support Guide
In Mayworm, Sharkey, Hunnicut and Schiedel’s (2016) literature review, they suggest
schools ought engage in a multitiered school wide approach to implementation that focuses on
teacher consultation. They elevate the multi-tiered approach above others because the multitiered
approach inherently offers a range of support, both broad and specific, which is crucial to
meeting the diverse needs of those who will be implementing the change. Teacher consultation
specifically involves collective problem solving through active discussion and small group
gathering which can lead to a more comprehensive understanding of the challenges at hand.
Furthermore, the change agents gain insight into how and why certain strategies and practices
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adequately address specific problems alongside the rationale for why other interventions may not
be effective based on a given context (Mayworm et al, 2016). In addition to recommending high
quality RP teacher PD, Mayworm and colleagues suggest engaging in school based consultation,
specifically the Consultee- centered consultation (CCC) model and group consultation format.
This style of consultation philosophically aligns with RP (Mayworm et al 2016). In appendix E,
there is a Multi-Tiered RP Support Guide for schools who want to effectively implement RP. The
guide contains three tiers of support that outline the levels of development for change agents.
Tier 1 involves foundation training for change agents. Tier 2 consists of targeted group support in
which additional development is provided to stakeholders in general (i.e. on-going RP
professional development), those who self-identify as needing support and finally those who
have been identified by referral. Finally tier 3 consists of specific support for those who have
been identified through observation, those who submit frequent office referrals, and those who
refer ethnically diverse students to the disciplinarian disproportionately.

Restorative Practices Presentations
Included in this project are foundational materials, resources that schools can utilize to
develop stakeholders as practitioners. During this Tier 1 phase of implementation schools ought
to begin training with the Restorative practices Sessions 1-4 (See appendix J). These session
introduce participants to concepts such as attachment theory in relation to social, emotional and
cognitive development (Bergin and Bergin, 2009), Osher and colleagues relational development
model, concepts such as the compass of shame, affect script (Wachtel and Wachtel, 2016) and
how secure relationships are support individuals recovering from trauma (Bennett, 2017). The
initial sessions lay the foundation for shifting mindsets and developing the language to articulate
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the rationale for why RP is absolutely necessary. Secondly, practitioners will be trained in
elements of the restorative practices continuum (i.e. affective statements, affective questions,
circles, impromptu conferences, reintegration conferences) using the materials found in appendix
K, International Institute of Restorative Practices (IIRP) Curriculum Materials.

Restorative Practices Role Play for Addressing Challenging Relationships
While engaging in the training for restorative practices, specifically session 3,
participants will role play using the Restorative Practices Role Play for Addressing Challenging
Relationships found in appendix G. Participants should be directed to break out into groups of
three, assume one of the three roles within the scenario and act it out to the extent possible. After
completing the first scenario, groups will be encouraged to engage in the remaining scenarios
assuming a new role each time. Finally practitioners will engage in a reflection with the goal of
hearing their reaction and reflection to each scenario. It is important for facilitators to probe and
pry pushing practitioners to identify how they philosophically align with and deviate from the RP
based on the roles and focus on filling in the gaps both independently and collectively.

Restorative Accountability Partners (R.A.P.pers ) Protocol
Another dynamic of training involves becoming familiar with the R.A.P.pers Protocol
(See appendix H). This protocol is a tool that practitioners should utilize to develop both adults
and students as restorative practitioners. It consists of an agreement, accountability questions and
follow up questions. Adults and students alike ought to be encouraged to pair up with the
understanding that they will be holding one another accountable for the duration of the school
year. Next they ought to be invited to accept the responsibility to be accountable and to be held
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accountable for the sake of developing social, emotional competence and cognitive proficiency
for students and the for the sake of increasing efficacy, effectiveness and a restorative school
culture for adults. The protocol ought to be used weekly, where facilitators set a dedicated time
for practitioners to engage one another and R.A.P.

Restorative Practices H.E.L.P Protocol for Supporting Those Who Cause Harm
Another aspect of the training that is intentionally highlighted in this project in
supporting individuals who cause harm using the Restorative Practices H.E.L.P Protocol found
in appendix I. It is critical that practitioners develop both confidence and familiarity with
positioning those who cause harm to process their behavior with the goal of transformation. The
H.E.L.P. protocol (History, Empath, Love, Prepare). Oftentimes those who cause harm need
support. For some, it may be their first time remaining on the hook, owning the impact of their
actions and confronting the shame and negative emotions that are associated with you facing
those we have harmed. According to research, those who cause harm have themselves been hurt
and in many cases dismissed and left alone in their hurt. They were not given an opportunity to
ask the person or people who have hurt them why they did they as they did, they were not able to
tell them how they were hurt, they were not supported in able to re-establish a sense of security
and self and they were not offered restitution from the those who hurt them. The H.E.L.P.
protocol is a tool to use to help those who have caused harm deal with their sense of
victimization. In effort to put things right, supporting those who have caused harm is critical
(Zehr, 2015, p 41). Essentially educators use a series of questions from each letter in the acronym
to help students process their behavior, their impact on the person or persons they harmed,

34

unpack their own experience with harm and to prepare them to remain on the hook, to take
responsibility for their actions when they meet for with those who they have harmed.

RP Scorecards: Student and Leadership
As practitioners lean in and implement RP, they can begin to use the evaluative tools
found in appendices L and M, the RP Scorecards for both Students and Leaders. These tools are
resources that practitioners from all stakeholders can use to assess their capacity for
implementing the practices. The student scorecard is meant to be used by students during their
R.A.P.s with their accountability partnerships to push them to continuously pursue the restorative
mindset and disposition. In the same way, teachers and leadership ought to complete the
scorecard during scheduled leadership and grade level meetings.

Project Evaluation
The effectiveness of the implementation of this project will be evaluated using multiple
tools. The implementation checklist, post perception data and scorecards are the evaluative tools
that schools and districts can use. The leading indicators that districts ought to look out for is a
reduction in office referrals for misbehavior, reduction in suspensions and expulsions and an
increase in attendance. In addition schools ought to look at perception data, data collected from
teacher consultation sessions and surveys collected from on-going PD. The lagging indicator that
this project has the potential to impact in student achievement. Although the current RP
implementation data does not present data revealing the connection between RP implementation
and student achievement, the research strongly suggests that high quality secure relationships
lead to social, emotional and cognitive growth (Bergin and Bergin, 2009).
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Project Conclusions
Restorative practices implementation fails for four reasons. First, districts omit or
inadequately engage in a readiness to change assessment to initiate the process for RP
implementation. Districts fail to identify if it is worth investing, they fail to analyze their school
data in conjunction with identifying areas of school improvement to truly determine how RP can
positively impact their school community. This is significant because it directly impacts districts
ability to secure and sustain administrative support and teacher buy-in. Secondly, districts
erroneously introduce RP as a classroom management system rather than a relational quality
initiative (Vaandering, 2014; Short, Case and Mckenzie, 2018); this positions change agents to
focus on changing students first rather addressing their own mindsets, practices; and when
necessary, focusing on the quality of their interaction with students as the primary lever for
changing behavior not just punishment. Thirdly, districts fail to prepare change agents for the
types of experiences they may encounter while implementing RP (Mayworm et al, 2016). A one
size fits all approach does not lead to long-term knowledge and skill retention or meaningful
outcomes. Lastly, RP implementation fails because districts do not provide change agents with a
multi-tiered approach to developing and sustaining capacity as restorative practitioners
(Mayworm et al, 2016).

Plans for Implementation
Currently, the Black Male Educators Alliance (BMEA) partners with local schools in
Detroit Michigan to develop their capacity as restorative practitioners. The framework through
which BMEA develops participants is called the Liberating Learners Framework which
encompasses three educational pillars: Restorative Practices, Cultural Awareness and Academic
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Rigor. During a 2022-2023 school partnership, all resources from this project will be utilized to
support BMEA’s school partner in implementing RP. The data collected from this partnership
will be shared with the BMEA’s constituents.
Based on the findings from this literature review, it is critical that change managers
foster support from leadership, buy in from change agents. The research suggests that schools
ought to consider creating small groups, Professional Learning Communities (PLCs) for early
adopters who then become ambassadors for RP implementation and adoption (Vincent et al,
2021). Secondly, schools and districts ought to find testimonials from ground level change
agents, restorative practitioners who can speak to the journey of implementing RP. Lastly
additional studies, specially longitudinal study designs are needed to observe the long term effect
of the multi-tiered approach to restorative practices and the relationships between restorative
practices and its effect on academic outcomes.
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Restorative Practices Needs Assessment

1. Awareness of Need for RP: School Improvement Data
a. What does school improvement data suggest as it pertains to our school
community’s:
i. Ability to sustain healthy social interactions (Healthy: respectful and
honest communication, attention to interpersonal interactions, attention to
keeping and repair trust when necessary)
ii.
Emotional Regulation
iii. Cognitive development and academic performance
b. Data to Consider:
i. Perception data on sense of belonging and relational connectivity
ii.
# of disciplinary referrals
iii. Suspension, expulsion, truancy, school completion and absenteeism rates
iv. Achievement data
v. Student success referrals
vi. # of students receiving mental health services
vii.
Relational Quality: To what extent would you rate the quality of your
school communities relationships?
1. Take Relational quality Assessment
c. Are stakeholders aware of the quality of relationships as it relates the impact on
school culture and academic outcomes?
d. What evidence based practices are stakeholders aware of that, if implemented,
potentially meet the relational quality needs of the school community?
e. To what extent is the school community aware of RP?
2. Rationale for Adopting RP: What does the research say?
a. What is RP?
b. What is the historical context of RP?
c. What is the relationship between high quality interpersonal relationships and:
i. Social development
ii.
Emotional development
iii. Cognitive development
d. RP Effectiveness Data
i. What does the research say about RP’s impact on:
1. School culture?
2. Student Achievement?
3. Teacher effectiveness?
e. Rationale for RP Adoption.
i. Draft 2-3 sentences based on your research that describe your rationale for
adopting RP?
1. What data can you use to substantiate your rationale?
2. What research can you use to substantiate your rationale?
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ii.
iii.

Draft a potential impact statement to foster buy-in from stakeholders.
Draft a request for support for adoption from stakeholders.

3. RP Implementation
a. What does it take to effectively implement RP?
i. What is required of school leadership (Buy-in/Support)?
ii.
What is required of Staff (Buy-in/Support)?
iii. What is required of students (Buy-in/Support)?
iv. What is required of parents (Buy-in/Support)?
v. What are the tiers of foundational, developing and proficient knowledge
acquisition and skill development?
b. What has research found as it pertains to the challenges with implementing RP
and why?
i. Develop an implementation plan collaboratively for engaging in capacity
building:
1. Include representative stakeholder to the extent possible
ii.
Review Implementation Checklist
4. Sustainability: Sustaining a Restorative School Culture
a. What systems ought to be in place that support and sustain RP?
i. On-going stakeholder engagement and development
ii.
Relational Quality Assessments
iii. Relational Quality Protocols
iv. Discipline System alignment
v. MTSS Systems alignment
vi. Student handbook alignment
vii.
Identifying metrics and evaluation for effectiveness
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RP Student Relational Connectivity Perception Questionnaire

A. Belonging
1. Welcomed: invited in and received positively
i.
I feel welcomed when I enter my school.
ii.
I feel welcomed when I enter my classroom.
iii.
After my teacher and I experience a moment of conflict or tension, my teacher
makes an effort to re-establish a sense of “welcome.”
2. Accepted: confidence that I can be myself in my school community
i.
I feel accepted in my school
ii.
I feel accepted in my classroom
3. Connected: Appropriate positive emotional bond
i.
I feel connected to my peers in my classroom
ii.
I feel connected to my teacher
4. Respected: having confidence that the person or people that I engage with give
consideration to their words and actions while interacting with me in order to
maintain a positive rapport with me.
i.
I feel respected by all my teachers
ii.
I feel respected by my peers
5. Willingness to cooperate
i.
I am willing to cooperate with my teachers
ii.
I am willing to cooperate with my peers
6. Willingness to engage
i.
I am willing to engage with my teachers
ii.
I am willing to engage with my peers
7. Safety: emotional (thoughts and feelings), physical, social (relational) and cognitive
security
i.
I feel emotionally safe within my school community
ii.
I feel emotionally safe in my classroom
iii.
I feel physically safe within my school community
iv.
I feel physically safe within my classroom
v.
I feel socially safe within my school community
vi.
I feel socially safe within my classroom
vii.
I feel cognitively safe within my school community
viii.
I feel cognitively safe within my classroom
B. Interpersonal Interaction
1. Direct respectful and honest communication
i.
My teachers engage in direct, respectful and honest communication within my
classroom
ii.
My peers engage in direct, respectful and honest communication within my
classroom
iii.
My school community values direct, respectful and honest communication
2. High quality interpersonal interactions
i.
My teachers are concerned about the quality of our interactions
ii.
My peers are concerned about the quality of our interactions
iii.
My school community values high quality interpersonal interactions
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3. Respectful: having confidence that the person or people that I engage with give
consideration to their words and actions while interacting with me in order to
maintain a positive rapport with me.
i.
When interacting with my teachers, we practice mutual respect.
ii.
I offer mutual respect to teachers who did not offer me direct instruction
iii.
When interacting with my peers, we practice mutual respect, even if they are not
in my immediate friendship circle.
iv.
My school community values respectful interpersonal interactions
v.
When interpersonal interactions fail to be respectful my peers or my teachers
make an effort to foster respect to the extent possible.
4. Protective concern: A sense that the people around me care to defend and
safeguard our relational bond through their actions and words
i.
I feel a protective concern for our interpersonal interactions with my teachers
ii.
I feel a protective concern for our interpersonal interactions with my peers
iii.
My school community values a protective concern for our interpersonal
interactions among community members
5. Attuned: aware of and responsive to my needs
i.
I feel that my teachers are attuned to my emotional, social and academic needs
ii.
I feel that my peers are attuned to my emotional, social and academic needs
iii.
My school community values demonstrating attunement towards the emotional,
social, and academic needs to the student body.
6. Responsive: actively reacting to cues or signals to meet a need
i.
I feel that my teachers are responsive towards my emotional, social and academic
needs
ii.
I feel that my peers are responsive towards my emotional, social and academic
needs
iii.
My school community values demonstrating a responsive character towards all
school community members
C. Trust: confidence in the motive, intent, character and willingness to remain accountable for
the impact of actions and decisions.
1. Motive: reason and rationale for actions and decisions
i.
I feel that my teachers trust my motives
ii.
I feel that my peers trust my motives
iii.
I feel that my administration trust my motives
iv.
I trust my teachers motives
v.
I trust my peers motives
vi.
I trust my administrators motives
vii.
My school community values positive motives
viii.
My school community makes space for me to recover when my motives are
negative
ix.
My school community values honest reflection of my motives even when I
negatively impact those around me
2. Intent: willingness to carry out an action or decision
i.
I feel that my teachers trust my intentions
ii.
I feel that my peers trust my intentions
iii.
I feel that my administrators trust my intentions
iv.
I trust my teachers intentions
v.
I trust my peers intentions
vi.
I trust my administrators intentions
vii.
My school community values positive intentions
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viii.

3.

4.

5.

6.

My school community makes space for me to recover when my intentions are
negative
ix.
My school community values honest reflection of my intentions even when I
negatively impact those around me
Consistent Character: the same quality of behavior, decision making and care for
self, relationships and work over time
i.
I trust that my teachers believe that I have consistent character
ii.
I trust that my peers believe that I have consistent character
iii.
I trust that my administrators believe that I have consistent character
iv.
I trust that my teachers have consistent character
v.
I trust that my peers have consistent character
vi.
I trust that my administrators have consistent character
vii.
My school community values consistent character
viii.
My school community makes space for me to recover when my character in
inconsistent
Integrity: honesty especially under peer pressure, or when facing negative
consequences; marked by one’s words and actions matching
i.
I trust that my teachers believe that I demonstrate integrity
ii.
I trust that my peers believe that I demonstrate integrity
iii.
I trust that my administrators believe that I demonstrate integrity
iv.
I trust that my teachers have demonstrate integrity
v.
I trust that my peers have demonstrate integrity
vi.
I trust that my administrators have demonstrate integrity
vii.
My school community values demonstrate integrity
viii.
My school community makes space for me to recover when my integrity is
inconsistent
Competence: having the necessary ability, knowledge, or skill to do something
successfully.
i.
I trust that my teachers believe that I demonstrate the competence to meet and
exceed social and academic expectations
ii.
I trust that my peers believe that I demonstrate the competence to meet and
exceed social and academic expectations
iii.
I trust that my administrators believe that I demonstrate the competence to meet
and exceed social and academic expectations
iv.
I trust that my teachers demonstrate the competence to provide high quality
instruction and maintain positive relationships
v.
I trust that my peers demonstrate the competence to meet and exceed social and
academic expectations
vi.
I trust that my administrators demonstrate the competence to cultivate a culture
of high quality instruction and positive relationships
vii.
My school community values competence
Accountable: a willingness to remain “on the hook” for the impact of your decisions
and actions; willing to give an answer for your decisions and actions
i.
I trust that my teachers believe that I am accountable for the impact of my
decisions and actions
ii.
I trust that my peers believe that I am accountable for the impact of my decisions
and actions
iii.
I trust that my administration believe that I am accountable for the impact of my
decisions and actions
iv.
I trust that my teachers are accountable for the impact of their decisions and
actions
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v.
vi.

I trust that my peers are accountable for the impact of their decisions and actions
I trust that my administration is accountable for the impact of their decisions and
actions
My school community values accountability

vii.
D. Disposition
1. Demeanor: behavior towards others ranging from distant vs welcoming
i.
Describe your demeanor: distant vs welcoming
ii.
Describe your teachers demeanor: distant vs welcoming
iii.
Describe your peers demeanor: distant vs welcoming
iv.
Describe your administration's demeanor: distant vs welcoming
2. Attitude: frame of mind, thought and expression ranging from confrontational to
approachable
i.
Describe your attitude: confrontational to approachable
ii.
Describe your teachers attitude: confrontational to approachable
iii.
Describe your peers attitude: confrontational to approachable
iv.
Describe your administration's attitude: confrontational to approachable
3. Personality: combination of qualities of a person’s character that range from distant to
welcoming
i.
Describe your personality: distant to welcoming
ii.
Describe your teachers personality: distant to welcoming
iii.
Describe your peers personality: distant to welcoming
iv.
Describe your administrations personality: distant to welcoming
4. Openness to Engage in and resolve conflict in a healthy manner
i.
I feel that I am open to engaging in and resolving conflict in a healthy manner
ii.
I feel that my peers are open to engaging in and resolving conflict in a healthy
manner
iii.
I feel that my administration is open to engaging in and resolving conflict in a
healthy manner
iv.
I feel that my teachers engage in and resolve conflict in a healthy manner
v.
I feel that my peers engage in and resolve conflict in a healthy manner
vi.
I feel that my administration engages in and resolves conflict in a healthy manner
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RP Staff Relational Connectivity Perception Questionnaire

A. Belonging
1. Welcomed: invited in and received positively
i.
I feel welcomed when I enter my school.
ii.
I feel welcomed when I enter my adult spaces such as the staff lounge or school
driven events.
iii.
After my students and I experience a moment of conflict or tension, my
leadership supports me or offers to support me in an effort to re-establish a sense
of “welcome.”
iv.
After a colleague and I experience a moment of conflict or tension, my leadership
supports me or offers to support me in an effort to re-establish a sense of
“welcome.”
v.
After a leadership team member and I experience a moment of conflict or
tension, my leadership supports me or offers to support me in an effort to
re-establish a sense of “welcome.”
vi.
After a parent and I experience a moment of conflict or tension, my leadership
supports me or offers to support me in an effort to re-establish a sense of
“welcome.”
2. Accepted: confidence that I can be myself in my school community
i.
I feel accepted in my classroom
ii.
I feel accepted among my colleagues
iii.
I feel accepted by my school leadership
iv.
I feel accepted in my school community
3. Connected: Appropriate positive emotional bond
i.
I feel connected to my students
ii.
I feel connected to my colleagues
iii.
I feel connected to my leadership
iv.
I feel connected to the parents of the students I serve
4. Respected: having confidence that the person or people that I engage with give
consideration to their words and actions while interacting with me in order to
maintain a positive rapport with me.
i.
I feel respected by all my students
ii.
I feel respected by my colleagues
iii.
I feel respected by my leadership
iv.
I feel respected by my parents
v.
I feel an overall sense that my school community values respect
5. Willingness to cooperate
i.
I am willing to cooperate with my colleagues
ii.
I am willing to cooperate with my leadership
iii.
I am willing to cooperate with the parents of the students I serve
6. Willingness to engage
i.
I am willing to engage with my colleagues
ii.
I am willing to engage with my leadership
iii.
I am willing to engage with the parents of the students I serve
7. Safety: emotional (thoughts and feelings), physical, and social (relational) security
i.
I feel emotionally safe in my classroom
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ii.
I feel emotionally safe with my colleagues
iii.
I feel emotionally safe with my leadership
iv.
I feel emotionally safe within my school community
v.
I feel physically safe in my classroom
vi.
I feel physically safe within my colleagues
vii.
I feel physically safe with my leadership
viii.
I feel physically safe within my school community
ix.
I feel socially safe within my classroom
x.
I feel socially safe within my colleagues
xi.
I feel socially safe with my leadership
xii.
I feel socially safe within my school community
B. Interpersonal Interaction
1. Direct respectful and honest communication
i.
My students engage in direct, respectful and honest communication within my
classroom
ii.
My colleagues engage in direct, respectful and honest communication with me
iii.
My leadership engage in direct, respectful and honest communication with me
iv.
My school community values direct, respectful and honest communication
2. High quality interpersonal interactions
i.
My students are concerned about the quality of our interactions
ii.
My colleagues are concerned about the quality of our interactions
iii.
My leadership is concerned about the quality of our interactions
iv.
My school community values high quality interpersonal interactions
3. Respectful: having confidence that the person or people that I engage with give
consideration to their words and actions while interacting with me in order to
maintain a positive rapport with me.
i.
When interacting with my colleagues, we practice mutual respect.
ii.
I offer mutual respect to colleagues who seldom interact with
iii.
When interacting with my colleagues, we practice mutual respect, even if they
are not in my immediate friendship circle.
iv.
My school community values respectful interpersonal interactions
v.
When interpersonal interactions fail to be respectful my colleagues or leaderships
make an effort to foster respect to the extent possible.
4. Protective concern: A sense that the people around me care to defend and
safeguard our relational bond through their actions and words
i.
I feel a protective concern for our interpersonal interactions with my students
ii.
I feel a protective concern for our interpersonal interactions with my colleagues
iii.
I feel a protective concern for our interpersonal interactions with my leadership
iv.
My school community values a protective concern for our interpersonal
interactions among community members
5. Attuned: aware of and responsive to my needs
i.
I feel that my colleagues are attuned to my emotional, social and academic needs
ii.
I feel that my leadership are attuned to my emotional, social and academic needs
iii.
My school community values demonstrating attunement towards the emotional,
social, and academic needs to the student body.
6. Responsive: actively reacting to cues or signals to meet a need
i.
I feel that my colleagues are responsive towards my emotional, social and
academic needs
ii.
I feel that my leadership is responsive towards my emotional, social and
academic needs

53

iii.

My school community values demonstrating a responsive character towards all
school community members
C. Trust: confidence in the motive, intent, character and willingness to remain accountable for
the impact of actions and decisions.
1. Motive: reason and rationale for actions and decisions
i.
I feel that my students trust my motives
ii.
I feel that my colleagues trust my motives
iii.
I feel that my leadership trust my motives
iv.
I trust my students motives
v.
I trust my colleagues motives
vi.
I trust my leadership motives
vii.
My school community values positive motives
viii.
My school community makes space for me to recover when my motives are
negative
ix.
My school community values honest reflection of my motives even when I
negatively impact those around me
2. Intent: willingness to carry out an action or decision
i.
I feel that my students trust my intentions
ii.
I feel that my colleagues trust my intentions
iii.
I feel that my leadership trust my intentions
iv.
I trust my students intentions
v.
I trust my colleagues intentions
vi.
I trust my leadership intentions
vii.
My school community values positive intentions
viii.
My school community makes space for me to recover when my intentions are
negative
ix.
My school community values honest reflection of my intentions even when I
negatively impact those around me
3. Consistent Character: the same quality of behavior, decision making and care for
self, relationships and work over time
i.
I trust that my students believe that I have consistent character
ii.
I trust that my colleagues believe that I have consistent character
iii.
I trust that my leadership believe that I have consistent character
iv.
I trust that my students have consistent character
v.
I trust that my colleagues have consistent character
vi.
I trust that my leadership have consistent character
vii.
My school community values consistent character
viii.
My school community makes space for me to recover when my character in
inconsistent
4. Integrity: honesty especially under peer pressure, or when facing negative
consequences; marked by one’s words and actions matching
i.
I trust that my students believe that I demonstrate integrity
ii.
I trust that my colleagues believe that I demonstrate integrity
iii.
I trust that my leadership believe that I demonstrate integrity
iv.
I trust that my students make an effort to demonstrate integrity
v.
I trust that my colleagues make an effort to demonstrate integrity
vi.
I trust that my leadership make an effort to demonstrate integrity
vii.
My school community values demonstrate integrity
viii.
My school community makes space for me to recover when my integrity is
inconsistent
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5. Competence: having the necessary ability, knowledge, or skill to do something
successfully.
i.
I trust that my students believe that I demonstrate the competence to meet and
exceed social and instructional expectations
ii.
I trust that my colleagues believe that I demonstrate the competence to meet and
exceed social and instructional expectations
iii.
I trust that my leadership believe that I demonstrate the competence to meet and
exceed social and instructional expectations
iv.
I trust that the parents of the students I serve believe that I demonstrate the
competence to meet and exceed social and instructional expectations
v.
I trust that my students demonstrate the competence to receive high quality
instruction and maintain positive relationships
vi.
I trust that my colleagues demonstrate the competence to meet and exceed social
and academic expectations
vii.
I trust that my leadership demonstrate the competence to cultivate a culture of
high quality instruction and positive relationships
viii.
My school community values competence
6. Accountable: a willingness to remain “on the hook” for the impact of your decisions
and actions; willing to give an answer for your decisions and actions
i.
I trust that my students believe that I am accountable for the impact of my
decisions and actions
ii.
I trust that my colleagues believe that I am accountable for the impact of my
decisions and actions
iii.
I trust that my leadership believe that I am accountable for the impact of my
decisions and actions
iv.
I trust that my students are accountable for the impact of their decisions and
actions
v.
I trust that my colleagues are accountable for the impact of their decisions and
actions
vi.
I trust that my leadership is accountable for the impact of their decisions and
actions
vii.
My school community values accountability
D. Disposition
1. Demeanor: behavior towards others ranging from distant vs welcoming
i.
Describe your demeanor: distant vs welcoming
ii.
Describe your colleagues demeanor: distant vs welcoming
iii.
Describe your leadership’s demeanor: distant vs welcoming
iv.
Describe your overall school community’s demeanor: distant vs welcoming
2. Attitude: frame of mind, thought and expression ranging from confrontational to
approachable
i.
Describe your attitude: confrontational to approachable
ii.
Describe your colleagues attitude: confrontational to approachable
iii.
Describe your leaderships attitude: confrontational to approachable
iv.
Describe your overall school community’s attitude: confrontational to
approachable
3. Personality: combination of qualities of a person’s character that range from distant to
welcoming
i.
Describe your personality: distant to welcoming
ii.
Describe your colleagues personality: distant to welcoming
iii.
Describe your peers personality: distant to welcoming
iv.
Describe your administrations personality: distant to welcoming
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4. Openness to Engage in and resolve conflict in a healthy manner
i.
I feel that I am open to engaging in and resolving conflict in a healthy manner
ii.
I feel that my students are open to engaging in and resolving conflict in a healthy
manner
iii.
I feel that my colleagues are open to engaging in and resolving conflict in a
healthy manner
iv.
I feel that my leadership is open to engaging in and resolving conflict in a healthy
manner
v.
I feel that the parents of the students I serve are open to engaging in and
resolving conflict in a healthy manner
vi.
I feel that my students engage in and resolve conflict in a healthy manner
vii.
I feel that I do engage in and resolve conflict in a healthy manner
viii.
I feel that my colleagues engage in and resolve conflict in a healthy manner
ix.
I feel that my leadership engages in and resolves conflict in a healthy manner
x.
I feel that the parents of the students I serve engages in and resolves conflict in a
healthy manner
xi.
My school community values engaging and resolving conflict in a healthy
manner.
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Restorative Practices Implementation Checklist
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The purpose of this checklist is to guide the district and school-level implementation of
Restorative Practices (RP). This checklist will assist with planning, resource allocation, system
alignment, coaching, and developing a continuous improvement process to increase fidelity and
the positive impact of RP on all our stakeholders. As teams review this checklist, note that
proficiency and sustainability begins at the Home Office, then at our campuses, and finally at the
classroom level. It will be important to be mindful of this process as action steps are prioritized.
Directions:
Prior to completing the RP implementation
checklist, please complete the RP Readiness
to Change Assessment. The RP Readiness to
Change Assessment will help your district
pre-plan
for
implementation.
Upon
successful completion of the RP Readiness
to Change Assessment, complete this form
with a district/school leadership team that is
representative of departments, grade levels,
race, and cultures. A culturally diverse team
will help ensure equity and representation so
plans support all students.
District/School level teams will complete
each section in its entirety, review results,
and prioritize action items for completion. RP is a multi-year implementation process. The
district (RP-DLT) and school-level leadership (RP-SLT) teams will plan for stages of
implementation, while also meeting the immediate needs of schools by referring to both
short-term and long-term goals.
Phase 1: Exploration –
Stage 1 includes identifying the need for change, exploration about possible innovations that may
provide solutions, exploration about what it takes to implement effectively, developing a team to
support the work as it progresses through the stages, growing stakeholders and champions,
assessing and creating readiness for change, developing communication processes to support the
work, and deciding to proceed (or not).

*Not in Place (NI), In Place (IP) Completed (CM)
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Exploration Short Term Tasks

NI

IP

CM

NI

IP

CM

A RP-DLT position or positions has been allocated to support and
manage the development, implementation, and integration of RP.
An inclusive RP-DLT has been identified to align initiatives, develop
infrastructures, identify resources, align priorities and metrics with school
and district improvement plans, etc.
RP-DLT is open to and explores RP frameworks and concepts needed to
build awareness and develop a shared theory of change across employee
groups.
All district leadership (superintendent, assistant superintendents, chief
academic officers, student support services, special education, etc.) are
committed to aligning initiatives and allocating resources to RP.

Exploration Long Term Tasks
RP-DLT has identified a framework/theory of change.
RP-DLT has disaggregated achievement, discipline, progress, RP and
perception data to identify gaps and determine benchmarks.
RP-DLT has aligned RP metrics with school and district improvement
plans.
RP-DLT has reviewed costs associated with implementation
RP-DLT has conducted a systematic assessment of resources and
needs--for example, personnel, programs and materials, MOU’s, training,
etc.
RP-DLT has reviewed and identified resources for professional
development to increase adult RP competencies and teach and develop
concepts and essential elements of restorative practices.
RP-DLT has reviewed resources available to provide coaching and
technical assistance needed for implementation.

Phase 2: Installation
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Involves securing and developing the support needed to put a new approach or practice into
place as intended, developing feedback loops between the practice and leadership level in order
to streamline communication, and gathering feedback on how new practices are being
implemented.
Exploration Short Term Tasks

NI

IP

CM

NI

IP

CM

RP-DLT has developed a three-to-five-year implementation timeline that
includes allocated time for system alignment and integration, acquiring
resources, training staff, and data collection.
An inclusive RP school leadership team (RP-SLT) has been identified to
align initiatives, modify school level infrastructures, and identify
resources needed to implement. The Deans and Restorative Practitioners
will be responsible for leading implementation including
scheduling/providing professional development, coaching, data collection
and disaggregation, analysis of data, and action planning using a PDSA
cycle.
RP-DLT has identified a protocol to assess teacher RP competencies and
knowledge and understanding of RP.
RP-DLT has identified a protocol to assess student RP competencies.
RP-DLT has developed a communication and collaboration template for
schools to facilitate community and family engagement with RP.
RP-DLT has identified implementation, fidelity and outcome metrics for
RP at the district and school levels.

Exploration Long Term Tasks
RP-DLT has aligned policies (discipline, evaluation, training) to RP and
the theory of change.
RP-DLT has aligned the theory of change with district MTSS practices
and systems.
RP-DLT and RP-SLT have developed a plan for training staff. This
includes identifying and securing materials for professional development
and identifying personnel to provide the training.
RP-DLT and RP-SLT have developed a plan for training all teachers. This
includes identifying and securing materials for professional development
and identifying personnel to provide the training.
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RP-DLT and RP-SLT have developed a plan for training non-teaching
staff. This includes identifying and securing the materials for professional
development and identifying personnel to provide the training.
RP-DLT and RP-SLT have developed a process for providing coaching
and technical assistance to schools and classroom teachers to support
implementation. This includes identifying the coaching model and
personnel to provide coaching.
RP-DLT has identified a universal curriculum to teach and develop
student’s competency in the concepts and essential elements of restorative
practices across grade spans.
RP-DLT and RP-SLT engage parents and community partners to share RP
theory of change, how it will support students and families, and determine
effective two-way communication strategies.

Phase 3: Initial Implementation
In phase 3, staff will practice new skills and begin to develop proficiency with these practices.
Data will be collected to determine the response to implementation.
Exploration Short Term Tasks

NI

All staff have completed RP assessments to determine baselines for adult
RP competencies.
All students have completed RP inventories to determine the baseline for
climate and culture and identified RP skills targeted by curriculum.
School leaders modify master schedules to allocate time for instruction of
the RP curriculum.
District leadership is provided professional development by RP-DLT to
increase the depth of knowledge on the RP theory of change and RP
competencies. (Tier 1 RP)
RP-SLT provides ongoing professional development to develop adult RP
competencies including cultural proficiency. (Tier 2)
School leadership teams have systems in place to provide coaching to staff
to support the development of adult RP competencies. (Tier 3)
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IP

CM

Exploration Long Term Tasks

NI

IP

CM

Teachers provide direct instruction to develop students' RP awareness and
RP essential elements proficiency.
Coaching is provided to Deans to support the development of adult RP
competencies.
RP-SLT reviews disaggregated data to identify students in need of targeted
or intensive supports. (Tier 3)
School-wide systems (expectations, common language, office referrals, and
suspensions) are aligned to RP.
RP-SLT reviews disaggregated data monthly/quarterly, determines the root
cause of any challenges or low growth, develops and completes action
steps using a PDSA cycle.

Phase 4: Full Implementation
In phase 4, the continuous improvement process is fully engaged to increase fidelity, behavior
proficiency of staff, and impact and outcomes for students.
Full Implementation

NI

IP

RP-DLT reviews disaggregated implementation and improvement data
monthly to determine response to interventions and develop action steps to
support schools.
RP-SLT reviews monthly/quarterly implementation and improvement
metrics to determine response to interventions, identifies challenges or low
growth, and develops and completes action steps using a PDSA cycle.
RP-SLT reviews adult RP competency data to determine the efficacy of
universal curriculum provided in professional development and impact or
change in practices at the classroom level.
RP-SLT develops a process to provide professional development and
coaching support to new teachers.
RP-SLT develops a process to provide support to new students and
families.
RP-DLT and RP-SLT has effective two-way communication and
engagement with families and community partners.
Adapted from the National Implementation Research Network Module 4: Implementation Stages.
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Multi-Tiered RP Support Guide

1. Tier 1:Baseline Introduction to RP
a. Options
i. Third Party Facilitation
1. Leadership and staff collectively
ii.
Train the trainer model
1. Third Party trains RP-DLT RP-SLT
2. RP-DLT RP-SLT share staff training responsibilities
b. Introduction Series:
i. Attachment Theory + RP
ii.
Trauma + Brain Development
iii. The compass of Shame + RP
iv. Social Discipline Window and Fair Process
v. Fostering Trust + Accountability
vi. Restorative Continuum
1. Circles
2. Affective Statements and Questions
3. Impromptu Conferences
4. Reintegration Conferences
c. Plan for on-going support
2. Tier 2: Targeted Group support:
a. Practitioners in general
b. Self identify as needing support
c. Identified through observation
3. Tier 3: Specific support for:
a. Identified through observation
b. Refer many students to office
c. Refer ethnically diverse student disproportionately
4. Engage in group Consultation using circle protocol
a. Goal Identity teachers who would benefit from individual or group consultation
i. Practitioners in general
ii.
Self identify as needing support
iii. Identified through observation
b. Engage in individual and group consultation
i. Consultation Structure
1. Rate your knowledge proficiency
2. Rate your practice
3. Discuss RP implementation
a. Anchor conversation in perception and impact data
i. Collected data may include teachers who
1. Refer many students to office
2. Refer ethnically diverse student
disproportionately
3. Self identify as needing support
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4. Identified through observation
5. Teacher feedback
6. Fidelity checks
b. End sessions with next steps to the extent possible
5. Progress monitoring identified areas of need based on readiness to change assessment
a. Monitor application of Restorative Practices based on:
i. Leadership scorecard
ii.
Staff scorecard
iii. Student scorecard
iv. Perception data
6. Evaluate implementation based on initial readiness to change data in conjunction with
implementation checklist and score cards
7. Identify next steps and implement
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Restorative Practices Alignment to MTSS
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Restorative Practices Role Play for Addressing Challenging Relationships

Scenario One:
Characters: Attacking Parent, Network Leader, RP Facilitator
A parent verbally attacked a network leader for sharing unfavorable information about his child’s
disruptive behavior. From the parents' perspective, they were anticipating a good news report
from a member at the school's campus, but when a network leader showed up to give information
that felt private they were embarrassed and felt shame. After a few individual meetings they both
agreed to have a restorative conference.
Script:
RP Facilitator: Thank you for being willing to meet today. During our time together we will be
using the 9 affects and compass of shame to navigate this process. Network Leader would you
mind if Parent speaks first,
[Network Leader nods willingly allowing Parent to speak first]. Parent, please share from your
perspective why you were impacted during the meeting.
Network Leader:
Parent [calm voice]: Well I was expecting to hear good news that day and when the network
leader shared that my son punched a kid unprovoked and then flipped a table, I felt
embarrassment and then a lot of shame and I just lashed out. I did not mean for that to happen,
but I think that I then could have embarrassed you (looking towards the network leader) and
maybe even caused you a bit of frustration. I’m sorry for my behavior.
RP Facilitator: Thank you for sharing vulnerably. It’s important to hear your honest thoughts
and emotions. It seems that you were in good spirits expecting the good news and the bad news
triggered a domino effect of shame and lashing out. This makes sense and is not abnormal
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considering the context (reference the 9 affects and the compass of shame). Network Leader,
what do you have to say in response:
Network leader: I appreciate you sharing honestly. I can understand why you felt the way you
did. I would feel the same way if I were expecting good news and got the opposite. I think I
could have done a better job of asking if you were in a space to hear some challenging news,
especially coming from an unfamiliar contact.
RP Facilitator: Thank you parent based on our understanding of the 9 affects, it makes sense
that a response like lashing out could happen, in fact shame can trigger withdrawal, attacking
self, avoidance or attacking others. By default I tend to avoid people when I feel shame. Thank
you for sharing vulnerably. Now I’d like to give Network Leader an opportunity to share from
your perspective how and why you were impacted during the meeting.
Network Leader: [Calm voice] For me, I was taken aback a little but the outburst. I felt like
“I’m just the messenger” and more importantly we didn’t get to address how we could be
partners in helping your child and that was my primary goal. Honestly I felt disrespected,
embarrassed and ashamed by the colorful language you used towards me. Does that make sense:
Parent: Yes it does make sense. I hear you. It will never happen again, and I do want to work as
partners to support my child.
Facilitator: Network Leader what would help you move forward in this relationship?
Network Leader: Parent, I would appreciate it if you commit to not speaking to me like that
again. I am also willing to check in with you from here on to gauge if it’s the right time to talk.
Parent: I will not talk to you like that again. And I appreciate your willingness to check in with
me first before sharing difficult information.
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Scenario Two:
Characters: Teacher, Student, RP Facilitator
A student felt shame after receiving their grade on a unit exam. The student studied diligently
for a long time only to get a poor grade when she was expecting a higher score. As a result she
avoided doing work in her teachers class. The teacher made efforts to get through to the student
but her attempts did not work. Concerned for the student's declining grade and withdrawn
disposition, the teacher sought the restorative practitioner for support. After a few individual
restorative interviews the student was ready to speak with the teacher.

Script:
RP Facilitator: Thank you for being willing to meet today. Student please share from your
perspective what happened and how it impacted you.
Student: [Calm almost shy voice] I had been studying for the unit exam like for a long time. I
knew it was coming and I was so confident that I was going to kill it. But when I got my grade I
was so hurt, I felt like the grade confirmed I was dumb so I just checked out. I really just gave up
hope. I want to be a doctor and if I can’t do this simple stuff how can I learn college level
material (tearing up)?
RP Facilitator [offering student tissues] Thank you for being brave and sharing student. This
performance is just one of many and sometimes we stumble along the academic journey, its how
we get stronger and more focused in our learning. If we look at the 9 affects and the compass of
shame, the shame you felt caused you to avoid and withdrawal and that is perfectly appropriate
in this situation. We want to encourage you that its ok to feel as you did and we want to help you

71

get out of this space. Be kind to yourself (giving the student a wink). Teacher, what do you have
to say in response?
Teacher: I’m sorry that you had that experience. And it makes sense I would feel similarly. I felt
concerned that maybe I had hurt you and I want to make sure I’m balancing meeting your needs
and holding you to high expectations. I’m sorry you felt incompetent but that is the furthest from
the truth. You have what it takes. I’ve watched you struggle and then master concepts before. I
have your work portfolio to prove it. Is there some kind of code word or signal that we can make
that would let me know your feeling shame and need space? Also, when I look at your score, it
seems you may have one conceptual misconception that would turn your grade from a 2 to a 4.
Would you be willing to demonstrate evidence of learning based on this concept if we go over it
together? It’s a chance to get a new grade?
Student [intrigued]: You mean I got a chance to get a better grade? I would love that. I’m still
battling a little bit of self doubt though.
Teacher: Let's work a little montra if you don’t mind. “Doubt your doubt and believe your
beliefs” Are you willing to say this to yourself when you're wrestling with doubts?
Student: I’ll try:
RP Facilitator: I think this is a good place to end. Student you have what it takes just like
teacher said. We are here to help you as you see fit.
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Scenario Three:
Characters: Network Director 1, Network Assistant Direct 2, RP Facilitator
Two network employees work in the same department. The Assistant Director reports to the
Director. Over the last few weeks the Director has noticed that the assistant director has
withdrawn from her. The director made an attempt to check in with the assistant director and
during their check the assistant director was cordial but very distant. One word responses in a
kind and polite manner, he budgeted his words. The executive director finally decided to reach
out to the restorative practitioner to explain the situation. Upon investigation the RP’s
investigation revealed that the assistant director had felt devalued during a number of their 1:1
check-ins and felt overwhelmed with shame. After a few individual interviews they were at a
place where they could resolve the issue

Script:
RP Facilitator: Thank you for being willing to meet today . We discussed Assistant Director,
that you would share first. So with that said please go ahead and share what happened, the
impact and why you were impacted as you were.
Assistant Director: Ok, here goes. I’ve been a bit distant and short because I’ve felt the need to
protect myself in the work relationship. There have been instances where I’ve worked all night
long, many of times. I’ve taken on last minute project that you asked me to take on that
challenged me to meet deadlines. Not that I’m looking for a favor. Honestly I made those
decisions understanding what I was taking on. And in a number of 1:1’s you’ve criticized me
without specific feedback for me to grow and get better when I’ve expected positive affirmation.
Don’t get me wrong, I can handle constructive criticism, I want to get better, but I don’t see the
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balance with positive feedback. The last 1:1 that got to me was a month ago when you suggested
that I do better leading from the front but I lead all the meetings, facilitate them, drive the
agenda, push for engagement and close the meetings with next without fail. I was baffled. So I
decided you must not value my talents and my contribution to our team. This may not have been
the right way to handle it but I feel undervalued. I’m not looking for money. I am looking for
specific affirmation and appreciation for my contributions to the work. Wow I can’t believe I just
said all of that.
RP Facilitator: Thank you for sharing Assistant Director, it makes sense that you're feeling
these emotions. When we are expecting good news and experience the opposite it biologically
triggers shame and shame naturally leads to any one of four behaviors- withdrawal, avoidance,
attacking self or attacking others, and it sounds like you felt a need to protect yourself: hence you
withdrew. Director, how is this impacting you?
Director: I feel a bit embarrassed and saddened that I’ve impacted you in this way. I know that I
can focus on the negative often and what you’re saying makes sense. I also struggle with
self-awareness however that is not an excuse. What you're presenting makes sense and I would
feel the same way. I’m sorry for impacting you this way. What can I do to make things right?
Assistant Director: Acknowledging how I feel without shifting the blame, owning it and being
willing to change is huge. Honestly, I would like to hear specific feedback that is in the spirit of
appreciation and how you see my work as a value add. Thank you for being willing to offer me
this.
Director: This was a lesson for me and I want you to know I value your contribution. Our team
would not be able to function so effectively and efficiently without you. I will work on some
feedback for our next 1:1.
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Restorative Accountability Partners Protocol

Restorative Accountability Partner Agreement
I agree to protect relational trust with my intentions, words, and actions.
I agree to acknowledge the impact of my behavior.
I agree to collaboratively develop solutions to fulfill my relational trust debts
I agree to make things right to the extent possible
I agree to hold my restorative accountability partner to this agreement
Restorative Accountability Questions
1. "What happened?"
2. "How did your behavior impact the person(s) involved?"
3. "What can you do to acknowledge your role in breaking relational trust?"
4. "How can you take ownership of the impact that you have had on the people involved
emotionally and/ or physically?"
5. "How can you show those you impacted that you accept your relational responsibility?"
6. "What reassurance can you offer the person(s) involved that this will not happen again?"
Restorative Accountability Follow Up Questions
1. "How did you do keeping your restorative responsibility of protecting trust with yourself,
your peers, your teachers and the school community?"
2. "What did you do that helped you keep trust?"
3. "If you broke trust, how did you break it?
4. "What happened?"
5. "What can you do to acknowledge your role in breaking relational trust?"
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6. "How can you take ownership of the impact that you have had on the people involved
emotionally and/ or physically?"
7. "How can you show those you impacted that you accept your relational responsibility?"
8. "How can I support you in making it right?
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Restorative Practices H.E.L.P Protocol for Supporting Those Who Cause Harm
The H.E.L.P. protocol is a tool for all restorative practitioners to use when supporting those who
have harmed the community. Oftentimes those who cause harm need support. For some, it may
be their first time remaining on the hook, owning the impact of their actions and confronting the
shame and negative emotions that are associated with you facing those we have harmed.
According to research, those who cause harm have themselves been hurt and in many cases
dismissed and left alone in their hurt. They were not given an opportunity to ask the person or
people who have hurt them why they did they as they did, they were not able to tell them how
they were hurt, they were not supported in able to re-establish a sense of security and self and
they were not offered restitution from the those who hurt them. The H.E.L.P. protocol is a tool to
use to help those who have caused harm deal with their sense of victimization. In effort to put
things right, supporting those who have caused harm is critical (Zehr, 2015, p 41).
H.E.L.P.
History
The goal is to help the one who has caused harm to address their own unresolved harm, identify
how it impacted them in the past and how it may be impacting them currently.
Practice: Tell a story of a relationally significant event where someone caused you harm and did
not recognize the impact of their action. In your story try to capture how this affected you.
Empathy
The goal is for the one who has caused harm to begin to recover by recognizing and validating
their need to have been supported in the past.
Practice: Offer Empathy (Facilitator)
● Apologize to them for what happened to them.
● Connect with and validate their emotion
● Sit in emotional discomfort with them..
Love
The goal is to help the one who caused harm recover their inherent sense of goodness, offer them
a protective concern for what was lost by the harm they experienced, honor with dignity despite
the harm they currently have caused and delight for the person they are in effort to help them not
lose confidence in their sense of worth.
Practice:
● What have you learned about how harm impacted you?
● How does having support help you
● How did causing harm create relational sentiment that you were no longer good? No
longer welcomed?
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Prepare
The goal is to prepare the one who has caused harm to use what they have recovered about
themselves to fortify them as they prepare to meet the needs to person they caused harm to
Practice: Prepare to confront those who have been harmed.
● What will you do if you start to feel like you want to avoid the moment?
● What will you do if you start to feel like you want to defend yourself in the moment?
● How will you help those you've harmed feel reassured that this will not happen again?
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Restorative Practices Presentations:

Session 1: RP Series Session I Introduction to Restorative Practices
Session 2: RP Series Session II Relationships Shape Who We Are
Session 3: RP Session III Biology of Relational Connectivity
Session 4: RP Sessions IV The Impact of Trauma
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International Institute of Restorative Practices (IIRP) Curriculum Materials
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International Institute of Restorative Practices (IIRP) Curriculum Materials

IIRP Curriculum
IIRP Introduction Presentation
The Nine Affects and Compass of Shame
Social Discipline Window
Fair Process
Restorative Practices Continuum
Proactive Restorative Circles

Reference
International Institute of Restorative Practices (IIRP), (2021) Introduction to Restorative
Practices Curriculum www.iirp.edu
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Restorative Practices Student Scorecard
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Restorative Practices Student Scorecard

The purpose of this tool is to evaluate the quality of one’s restorative disposition in partnership with their
Restorative Accountability Partner (RAPper) or teacher. The objective is to use the RPSS to gain a sober
understanding of one’s restorative disposition in an effort to continuously cultivate and sustain high
quality relationships for the sake of ensuring the highest quality of life.

Not Demonstrating (0)

Attempting to Demonstrate
(1)

Restorative Practices
Demonstrates Proficiency in
SDW + Fair process
Demonstrates Proficiency in
RP Continuum to the extent
possible.
Consistently Checks in with
RAPper
Proactive Behaviors
Proactively Builds
Relationships
Empathizes with Students
Finds the good in others
Consistency in Restorative
disposition
Supports others in
Restorative process
Leads Restorative Initiatives
Responsive Behaviors
Willingly engages in
Behavioral reflection process
Remains “on the hook” for
impact of behaviors
Willingly offers truth,
information, restitution for
causing harm
Demonstrates Learning from
Unacceptable Decisions
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Consistently Demonstrates
(2)
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Restorative Practices Leadership Scorecard
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Restorative Practices Leadership Scorecard

Indicators
Restorative
Practices
Framework &
Elements

Staff and students
demonstrate core
beliefs [ All people
are worthy
All people are
relational] in action
and communication

Nurturing Healthy
Relationships

Leadership Actions

Evidence

Established and communicate
process for building relational
trust

Utilize community
building activities that
include reflection and
connection to the RP
Framework

Provided resources for all
stakeholders to increase
conceptual understanding of RP

Establish community
packs/ covenants/
agreements that ground
commitment in RP
Framework

Facilitated PD on Restorative
Practices Framework
Evidence Based
Rationale for adopting
RP
Shared Readiness to
change data
Intro to RP
Adopting Restorative
Mindset,
SDW
Fair Process
RP Continuum

Establishing just
and equitable
learning
environments

Utilize circles to
establish relationships
Utilize strategies to
increase capacity to
emote/ to increase
awareness (i.e emotion
wheel to assess social
emotional wellness
check-ins, awareness
wheel, loving-kindness
meditation)

Onboarding RP training for new
community members
Staff
Parents
Students
Leaders

Score ____________/13
Staff and students
demonstrate core
values [Respect,
Dignity,
Mutual Concern] in
action and
communication

Drafted and shared RP content
and competencies learning
pathway for all stakeholders
Facilitated professional
development on:
Utilizing restorative
teaching tools to
foster understanding
of RP
Implements a system to
productive dialogue around
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Score ____________/4
●

Stakeholders completed
respective learning
pathway with 90%
proficiency

●

Staff and student RPs
use RP teaching tools to
build capacity in Crew

●

Students can articulate
the relationship between
their emotions and their
actions

important issues
Set goals that focus on
cultivating
relationships,
respectful
communication,
ensuring equal voice
empathy is increase,

●

Staff and students
co-create norms for
dialogues and goals for
cultivating relationships

●

Staff and students
engage in stress level
check ins during
instruction.

stories are heard and
perspectives are
considered

●

Staff and students
engage in brain breaks

Score ____________/9
Staff and students
demonstrate
application of
Interconnecting
Components
inpractice

Empowers change and
transformation socially through
planning and providing
opportunities for all
stakeholders to participate in
socio-political initiatives to
improve the local community/
city of Detroit

Score ____________/1
Restorative
Teaching
Pedagogy

Teaching in
alignment with
restorative values
and principles

Provided professional learning
for
gamifying concepts,
connecting concepts
to real life work
anchored by standards
supported by 1 of the
4 types of formative
assessments
Project based learning
Experiential learning
Provide strategies for supporting
teachers and students for
transitioning from teacher
centered to student centered
learning
Provided strategies for
developing students cognitive
and conative skills
Promoted and publicly posted
framework for experiential
learning
Supporting instructional staff
Increasing and maintaining
respectful space for experiential
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Score ____________/6
Staff and students
co-facilitate/participate
in quarterly event that
is focused on improving
the local community/
city of Detroit

Score ____________/1
Teachers use standards
based grading/ rubrics/
performance scales to
assess students
Teachers facilitate PBL
experiences across all
content areas
Staff and students
facilitate community
and academic circles
Students reflection on
their learning daily at
the beginning end of
each learning period
Students self regulate to
work independently

learning activities
Using circles as a strategy to
solve academic problems
Score ____________/8
Restorative
Discipline Process
Repairing harm and
transforming
conflict

Builds systems that
address
misbehavior and
harm in a way that
strengthens
relationships

Tiered Misbehavior Response
Expectations
Established and Implemented a
system for:
Teachers/ students
addressing
misbehavior
Physical space in
classroom for
restorative conference
Process for submitting
discipline logs
Requesting restorative
conferences
Processing
misbehavior and
impact of harm
Engaging in
collaborative
restitutive
brainstorming
Protocol for
perspective-taking
Accountability for
restorative conference
follow up/ agreements
follow through
Protocol for
Resolving conflict
Score ____________/10

Additional and
ongoing
proficiency
assessing PD
Support

Conflict Resolution
Fostering Empathy
Building Trust
Cultivating Relationships
Fostering Accountability
Home and School RP
Communication
Addressing Behavior Real Time

Score ____________/7
System for
Group and
Individual
Consultation by:

Office Referral
Disproportionality Referral
Self Identified
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Score ____________/5
●

Teachers and students
can articulate context of
misbehavior

●

Teachers and students
can articulate the
relationship between
their emotions and their
actions

●

Teachers and students
utilize restorative space
in classroom

●

Deans, RPs, Teacher
Ambassadors and Youth
RPs track and follow up
with all individuals
involved in restorative
conferences
Use perception data to
guide decision making

●

Score ____________/5

RP Team

Total

Observation Identified
Score ____________/4

Score ____________/11

Score ____________/52

Score ____________/32
Score ____________/66
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